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RDatef=) of Intervisew: Rexwimed 150/24,

1

What 1s compensation approach? (How organization manages and why)

A. Hire at, above, or below market zalary rates, recruitment
horuess used?
i. Ertry ve. senicr level hires., OQur objective is to hire
hoth entry and serice persomael at market salary rates. M
recruitmnent hormuses weed, Discliplivne differerntials are taken
imto account in both start offers and the salary mamagemernt
praocess to avold wnscceptabile compresesion for recent hires in
hat fislds.
B. Geographic vse. natioral pay schedules and why Frofeszicornal
salary structure desigred and maintained to compete with
matiornal market becauwse we recruit these persorrmel orn ratiornal
seale.

C. What are special compernsaticon propgrame for supervisors and
mog-mangerial staff? The same merit pay program is utilized
foorr &ll prafessional employvees,

|
|
D. fFay adjustmernts—Rased on market, profitability oo 7
Have established job structwe for all salaried emplovees,
Pay adjustments might be based upon shifts i market value for
various digcipline fields oo reed to establish proper pay
relaticnships based on performance. '
1. Irncreasze or Salary Marnagemert? Uese of salary inorease
matrix (performance rating ves range poasiticn of present
salary) in overall philosophy of managing maraging base salary
relationships.
|

. Frequericy Arnrnually

S Merit ivcrease distributions {(common date o Armiversary?
exceptiong or mid-years) based on individual'se performances.,
Armiversary date - Jarnuary —Jure. The first increase for a
new hire fares them into the six month Anmiversary merit
system as follows:
MONTH OF HIRE MONTH OF ist INCREAGE
JAN--FER JAM ‘
MAR-AFR FER |
MAY-—-JUN MAR
| JU—~AUG R
} SEP-QCT : MY
| NOV-DEL JUN

4. Amount of increase tied to performance? 100%
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S Laon movme-supervicory pay esgual or exceed executive pay?
(dual ladder-have it; your views) Yes. We have a dual
ladder in techrnical areas and think it works effectively.

G. Lead, lead /lag ar lag; market target at x ®% 7/ markat?
Lead/lag with target eqgual to marhket,

e

Aot ant i undformity of pay acrose different business
Pimes and crpganizatiorns? Wl foerm salary palicy and identical
salary structure administered across all organizations in

Eviergy Systems(includes Terrmessee and Hentucky).

«

1. UedfFoermity

He Flewibility
Fe Froblems/lescsues

Fu Roughly what portion of total compensation is bornuses oo ather
Frorms of at risk pay? Mone.

G. What is purpose of putting pay at risk?

Hoe Who can make exception tao your start salary »ules?  What can
they change? Director — Compensatiorn. Total flexibility in
watalklicshing and modifying guidelines for mnew graduates.
Experienced hirves mast Fit into existing salary structure with
PeerE.

o MNationsl office only? (What can they waive?)

e Diwvision VEB?

3. Marager/Supervison?

I. Added Compensaticon for passing clearance (lifestvyle
restricticons——carn®t publish, etco.) Noo

J.o Eraemiam pay {(overtime, hazardous duty pay) for' professicemal
empl oy ees?
1. ‘Do have it? Only that unscheduled overtime on the part of
first level supervisors necessary to provide supervicory
coverage over both hourly and weekly salaried emplovees.

= Who is eligible and under what circumstances? Only
assigrned overtime exceeding five houwrs per week to be worked
over extended period of four or more weeks. Straight time
pays; wrades 1-9 only.

Ke What do you disclose about your pay system to emplovees?
1. Classification descriptions? Yes.
=. Rate ranges? Yes.

. FPolicies/procedures?  Yes.,
4. Individual pay rates? No.
-

S Other? seneral information about objectives and mecharnice
af compencsat ion programns.
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II. RECRUITING AFFROACH

What do you sell to recroait ctaff?
Mew Graduates:

Foxv

.
e,
.
D.

F.
3,
M.

111

periernced:

Balary 5 i
Bevefites irmcluding deferved compensatiorn & £
Careocr with firm &
Oppooturity to waorlk with latest techrnology & 1
Importance of projects, to? i A
Preof it sharing = A
Perguisites (work @nvieonment) 7 7
FAldlity to work with firset class orgamization{yonyra) i i
a. best minds

.. at cutting edge, or?

a2

Mew Grad trainming programn? = N
Ay obher bthoughts/concepts? L Pt B

What would do to attract a world class talent (PhD in Mathematics,
MIT ~ exception, rot pipelivne talent.

.

Would you make exception to youwr rormal classificaticonm

Soocmpensatiog rules? Try to woek within system. Hawve

1

exibility to go as high as the Top-of Range bhased on marbet
requirements and special rneeds in oriticval areas. Under very

urnusual circumstances, may hire a special candidate at

higher grade. This means the hiring manager has to be willinng
b s cantt

he

live with the pain of any ircorsisterncy-——such a e
uwsed as precident; and there is and a thorough review of

peerse throughout Energy Systems by and approval Compernsatiorg
and fimally, a full marnagemernt review if Compermsation carn’t
support the proposed hive rate/grade.

|

C.

IV.

What ki

page &

If soy, o what basis?  N/AL

1. Work environment
Ze How much flexibility to keep a hook in them?
3. Conflict of interest issues? Competiticn?

-

How do you pay top people?

1. Pros/Cons o problems in your system.
Recording to PPR, positiorn inm range and job
assigoment. Fay according to established structurse &
policies for 21l z=alaried emplovees.

vid of workforce concept are you operating wunder?
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. Lifetime career, no layoff? Yes

B, Only for duraticn of project?

Zo Hive cutting edge recruits from school s edge ot with alow
ralaes after a few years, oer?

D. Fully experienced, provern talent from other orpanizations?
. Goovervment /Military as a sourcs? NMuclsar reactor related

SATTEN

Fo Revitalization of burned-out people? If zo what, what
comditionse?  Reassigrmeat, Training.

yol move oy professicoral staff?  What levels? (e, 0.

agemant only?  Techwical? Very few moves ave made invalvinog
relocat torns, Some of these involve promotional opportunities
at higher levels (management positions).

. What problems, 1f any, are you having?

B, bWhat salubticons are youw using that worlk best?

C How do ye Heep transferees whole?  Company policy provides
relacation assistance to help offset additional expernsoes

assocliated with move.

Family

TEprciue

Tit
.

. HBecond wage earner
4. Bohools

Other
fidditional services offered?

0 (n
.

3

eral Support

you have:

fR. Second career support - Outplacement activity/consultant?
N, '

B, Do you rely on short term "borvrowing" of staff from

TR T 0

rarch organizations/ universities. ato., (conditicons
T8—-2Z4 mothey persor goes back to prioe job) — Conflict
of dnterest, sabbatical iscues? Na.

Ce Flexible Berefite {(Upper mid-level to below Officer) No.
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